The purpose of the study is to investigate the perceptions of Organizational Learning Capabilities (OLC) dimensions namely organizational culture and leadership among librarians in one public university library in Malaysia. In this pilot study, a research survey method using questionnaire was randomly distributed to 50 librarians of the library. The results of the survey were analyzed using the Statistical Package for the Social Sciences (SPSS). Descriptive statistics were analyzed using mean and standard deviation while inferential statistics used non-parametric test which were Mann-Whitney U and Kruskal Wallis test. The results showed that respondents had positive perceptions on organizational culture (mean = 3.64) and leadership (mean = 3.67) as factors of organizational learning capabilities in their organization. Additionally, there was evidence of difference regarding organizational culture in terms of gender. The result is important to the organization to provide significant feedback on librarians' perception on organizational learning capabilities which is useful for the organization to enhance organizational learning.
Introduction
Organizational learning has become a main concept that covers variation of topics in the organizations study of library Rowley, 2000) . Moreover, the emerging of learning and knowledge in libraries will create and describe the concept of knowledge management and organizational learning capabilities (OLC). Organizational learning capability (OLC) can be defined as the ability of an organization to process knowledge, the ability to create, acquire, transfer and integrate knowledge and, also, to modify the behavior to reflect the new cognitive situation, with the aim at improving organizational performance (Jerez-Gomez, Cespedes-Lorente, & Valle-Cabrera, 2005) . Organizational learning or organizational learning capability is about the ability of one organization in order to apply the accurate and appropriate management practices, its structures as well as the procedures which enhance, facilitate and encourage learning (Goh, 2003) .
Organizational culture refers to a set of shared values that induces the organizational community to understand the functionality of the organization itself. At the same time, it also helps in guiding the way of thinking as well as the behavior of members. Organizational culture needs to be in the minds of all the members of the organization. A common similarity of the aforementioned definitions of organizational culture is that organizational culture can be seen as a set of underlying values and can influence the behavior of all the members of an organization and will socialize employees.
Leadership is a complex, multidimensional phenomena (DePree, 1989) . Leadership has been defined as a behavior; a style; a skill; a process; a responsibility; an experience; a function of management; a position of authority; an influencing relationship; a characteristic; and an ability (Northouse, 2007) . The term leadership has been defined and conceptualized in numerous ways and in accordance with different theories of leadership. Leadership is viewed as an important predictor and plays a central role. Leadership is a management function, which is mostly directed towards people and social interaction, as well as the process of influencing people so that they will achieve the goals of the organization (Skansi, 2000) . Shoid (2015) in his study identified eight dimensions of organizational learning capabilities to determine the knowledge performance among librarians in academic libraries which was adopted from the previous literature review. Each of the elements of the organizational learning capabilities has been cited by previous researchers (Shoid, Kassim, Salleh, 2011; Goh & Richards, 1997 , 2003 Neefe, 2001; Hishamuddin et al, 2010) . These dimensions are (1) Systems thinking (2) Organizational culture (3) Leadership (4) Information Communication Technology (ICT) (5) Transfer of knowledge (6) Teamwork cooperation (7) Shared vision and mission (8) Employee's skills and competencies. Studies on organizational learning capabilities has also been cited in Shoid and Kassim (2015) , Khalib, Kassim, Ghazali, Jaafar and Idris (2015) , Shoid and Kassim (2014a; 2014b) , Shoid, Kassim and Salleh (2011); Kassim and Shoid (2013) , Chiva and Alegre (2005; 2008; 2009) and Lapiedra (2007) .
The purpose of this study is to investigate the perceptions of Organizational Learning Capabilities (OLC) dimensions namely organizational culture and leadership among librarians at one public university in Malaysia. The specific objectives are:
1. To examine the librarians' perceptions on Organizational Learning Capabilities' dimensions namely organizational culture and leadership. 2. To compare organizational culture and leadership among gender and educational level.
Methodology
In this pilot study, the sample consists of 50 librarians in one public university library in Malaysia. Questionnaires were distributed personally to the respondents at their workplace of which 44 respondents had answered the questionnaire. This study adopted the questionnaires from the previous research and from various instruments such as OLC measurement instrument (Chiva et al., 2007) and OLC dimensions measurement instrument (Shoid, Kassim & Salleh, 2011; Shoid & Kassim, 2012) . The questionnaire was measured on a 1 (strongly disagree) through 5 (strongly agree) Likert Scale. For data analyses, descriptive and inferential statistical analyses were performed using the Statistical Package of Social Science (SPSS). The statistical tests of significant differences for the data used nonparametric techniques. Specifically, Mann-Whitney U Test was carried out to measure the differences of variables between two independent groups, and Kruskal-Wallis test was used to examine the significant mean differences of variables among more than two groups.
Results

Profile of respondents
In this study, majority (29 or 65.9%) of the respondents are female while 15 (34.1%) are male. Slightly more than half (23 or 52.3%) of the respondents are between 21-30 years old age group, 10 (22.7%) are in the age group of 31-40 and 41-50 years old. Only 1 (2.3%) of the respondent is above 50 years old. Majority (36 or 81.8%) of the respondents are middle management staff and 8 (18.2%) are senior management staff. More than half (26 or 59.1%) of the respondents have Bachelor degree, while 15 or 34.1% of the respondents have Master degree. Only 3 or 6.8% of the respondents are PhD holders. In terms of work experience, 28 (63.6%) of the respondents have below 10 years of working experience, 12 (27.3%) of the respondents have 11-20 years of working experience and only 4 (9.1%) of the respondents have above 21 years of working experience.
Perception on Organizational Culture and Leadership
This section presents the results of data analysis on the perceptions of respondents with regards to organizational culture and leadership. The perceptions of respondents were measured in a Likert scale of 1 to 5: (1) Strongly Disagree, (2) Disagree, (3) Quite Agree, (4) Agree and (5) Strongly Agree. In this study, the whole sample of 44 respondents consisting of librarians were used. Table 1 displays the mean score and standard deviation (SD) of the perception on organizational culture. The mean score are arranged in decreasing order of size (diminishing degree of agreement). The overall mean score is 3.64 and the standard deviation is 0.745 which indicates that respondents quite agree with the statements on organizational culture. The mean scores for all items are between 4.00 to 3.25 and this indicates that they agree and quite agree with all the statements. Among the seven statements, the mean score is highest for culture of practicing successful learning of other departments and organization is practiced (mean=4.00) followed by employees are encouraged to apply contribution culture of new ideas (mean=3.98). Respondents rated the lowest to the statement on approval in writing for the introduction of new work activities is not required for the organizational culture (mean=3.25) yet it still denotes that respondents quite agree that the organization has reached the OLC with respect to organizational culture. On the whole, it can be said that respondents have positive perception that their organization has reached the level of OLC with regards to organizational culture. Overall mean for leadership 3.67 0.880 Table 2 shows the overall mean score is 3.67 and the standard deviation is 0.880 which indicates that respondents quite agree with the statements on leadership. The mean scores for all items are between 3.84 to 3.20 and this indicates that they quite agree with all the statements. Among the seven statements, the mean score is highest for leaders are open to change new ideas and leaders have the skills of sharing knowledge (mean=3.84 respectively) followed by leaders always involve employees in making important decision (mean=3.82). Respondents rated the lowest on the statement that leaders are used to critism and accept it without overly defensive (mean=3.20) nevertheless, it still signifies that they quite agree that the organization has reached the OLC with respect to leadership. In general, it can be presume that respondents have positive perception that their organization has reached the level of OLC with regards to leadership.
Reliability Test Results
The reliability test of the organizational culture and leadership were assessed using Cronbach's alpha which test how well a collection of items agrees with one another. In this study, the results from the computed Cronbach's alpha showed that the variables are more than 0.70 in which the reliability level is acceptable. The reliability coefficient of OLC dimensions for organizational culture is good (α = 0.829) and leadership is excellent (α = 0.932). Normality test was conducted to determine whether the data were normally or not normally distributed. In this study, the Shapiro-Wilk Test was employed to assess the distribution of data. The results show that the values with respect organizational culture and leadership were not normally distributed (Table 4) . Consequently, all statistical tests of significant differences for organizational culture and leadership will use nonparametric techniques.
Normality Test Results
Comparing Perceived Organizational Culture and Leadership between Gender
The emphasis of analysis in this section is on the differences of perceptions on the two dimensions of OLC, if any, between male and female respondents, and among respondents with different educational level,. Nonparametric test namely Mann-Whitney U Test and Kruskal-Wallis Test were carried out in this analysis because the data were not normally distributed. Mann-Whitney U Test is a nonparametric statistical test which was carried out to measure the differences on the four OLC dimensions (organizational culture and leadership) between genders. Table 5 shows the summary statistics of Mann-Whitney U Test. The Z-value for organizational culture (-2.373) is significant at 5% level (p = 0.018 < 0.05). Specifically, female perception is higher than male (25.76 against 16.20) that organizational culture took place in their organization. It is concluded, therefore, that male and female respondents differ in their perception on organizational culture in their organization. However, there is no difference in the perception of respondents on leadership regardless of their gender (p > 0.05). Table 6 shows the summary statistics of Kruskal-Wallis Test on the two OLC dimensions (organizational culture and leadership) among respondents with different educational level. There is no evidence of statistically significant difference (p > 0.05) in the perception on organizational culture and leadership being practiced in the organization among respondents with different educational level. Thus, it is concluded that the perception on organizational culture and leadership among respondents do not differ regardless of their educational level.
Comparing Perceived Organizational Culture and Leadership among Respondents of Different Educational Level
Conclusion
This study concludes that respondents had positive perceptions on organizational culture and leadership as factors of organizational learning capabilities in their organization. The findings revealed that the culture of practicing successful learning of other departments and organization are being followed and employees are encouraged to apply the culture of contributing new ideas in their organization. It can be assumed that the library has realized the importance of learning culture in their organization. When organization embedded good organizational culture within their organization it will give good impact to all their employees. Culture in organization provides elements of appreciation and growth of positive action within organizational system (Jenlink & Banathy, 2005) .
On top of that, the leaders are open to change new ideas, have the skills of sharing knowledge and that leaders always involved employees in making important decision. Leadership is important in an organization and in the library, the leaders play a major role in order to cultivate learning culture in the organization. Shoid and Kassim (2013) asserted that a constant and powerful leadership will encourage employees to do their job efficiently because they want to enhance and develop learning culture.
Thus, it can be assumed that the library practiced organizational culture to encourage their employees to share new ideas or knowledge among them so that they can have better understanding about their organization functionality. Moreover, there was evidence of difference regarding organizational culture in terms of gender. This implied that employees do not equally acknowledged the organizational culture in the library. This study had its limitation. The study was based on data from only one library, hence the result should not be generalized to other libraries. In future, this study should use a larger representative sample from other libraries in Malaysia. The items in the instrument should include other dimensions of learning organization practices. Other than that, demographic information can be compared between age, work experience and other demographic characteristics.
